Abstract-This study aimed to analyze: 1)the leader's commitmentin bureaucracy transformation at Regional Development Board (Bappeda)of Langkat regency.
INTRODUCTION
The success of a country's development is highly dependent on the development planning formulated. Development planning is a function that is first and foremost in the development management and this is a foundation for the implementation of the next development management functions. To achive effectiveness of the regional area development planning, there are needed planning's intituion that have professional and responsible's habit.
Indonesian vast territory with a diverse community as well as the conditions of different regions, there may not be regional development planning is done centrally by Badan Perencanaan Pembangunan Nasional (Bappenas), then in the 1970s Badan Perencanaan Pembangunan Daerah (Bappeda) at the provincial level was formed and in the early 1980s the district level was established, because that, Indonesia has a development planning board from the central level to the region level.
Bappeda as the competent institutions that create policy (planning) is equipped with the organizational structure, duties and functions that obviously can not be delivered effective planning, so have not brought benefits for community's welfare in the regional in a fair and equitable. There is still a gap of development among regions, such as between urban and rural. According to the BPS (2013), there are 28.55 million poor people that scattered in towns and villages with 0.413 of gini index, that showed the inequality is increased (Kompas Thursday, April 3, 2014) .
Bappeda often gets criticism because it acts as a post office, which gives a stamp of approval for any proposed projects and programs, without assessing the suitability of these proposals with a vision of development that is outlined in the longterm plan of the region in order to fight for a coherent vision of development. Moreover, the Bapedda apparatus behaved indifferently. (Luc Spyckerelle and Farrazzi, 1997) . Public bureaucracy in Indonesia in carrying out its duties seem slow, incompetent, not paying attention to the problems of society. Soebhan (in Wibawa ed, 2000) labels bureaucratic of Indonesian as "bureaumania" which is characterized by various forms of aberration such as the tendency of inefficiency, abuse of authority, collusion, corruption and nepotism. Whereas the main purpose of the establishment of the bureaucracy is that an organization can be run rationally, in order to achieve organizational goals effectively and efficiently (Zioni, 1985, Blau and Meyer, 1987) .
Indonesia has been doing transformation of bureaucracy but has not shown any improvement in governance and development. According Rosyadi and Kurniasih (the Authority, ed, 2009) empirical facts show that reform of the bureaucracy is not going according to public expectations. Various practices of the public service still shows low quality and far from the aspirations of the public. The new reform only touch "the skin or surface", such as changes in nomenclature (Deputy Minister) but have not touched the substance. Bureaucratic reform based reward (remuneration) which is greater than the acceptance of bureaucratic elsewhere did not prove that better reward create higher productivity. As in Customs and the Supreme Court (Sedarmayanti, 2009). Dwiyanto (2008; 409) stated bureaucracy transformation in organizations of which the function that make policy done by improving the institutional side by reviewing the structure of the bureaucracy has been in accordance with the duties. If it is not clear it is necessary redefenisi tupoksi to fit with the vision and mission of the organization. After the improvement of bureaucratic structures need improvement such as the budget performance management, performance measurement, incentive systems, and other management tools.
Regional Development Planning Board (Bappeda) of Langkat has reformed the bureaucracy to renew the organizational structure in 2008. However Langkat regional development planning is not effective where the regional development program in Langkat outlined in RPJMD (2014-2019) not all be able to adopt people's problems because of the lack of fund/budget reason. This has implications that Langkat Regency still has a poverty rate of 11.3% (2015) and HDI of 68.53 is still below the average HDI of North Sumatra Province (69.51)
The efforts to change the most fundamental government bureaucracy is how to change minset and the behavior of the officers of the bureaucracy. The transformation of the bureaucracy in order to change the mindset and behavior to achieve effective performance is actually the leader of commitment. A leader must have the commitment to organize and direct all activities of the organization and also to be embedded in himself/herself to serve, have a sense of affection and attention on those they lead in order to provide a quality service to the community. China, Japan and South Korea succeeded in reforming the bureaucracy so that the results can be felt in accordance with the desired objectives because of the strong commitment of the leaders of each country (Eko Prasojo, 2008 
MATERIALS AND METHODS.
This study uses descriptive methods with qualitative and quantitative approaches. Primary data collection techniques were performed with in depth structured interviews with a tape recorder tools, observation and using questionnaires. Secondary data collections were done by studying books, related literature and documents. The analytical methods used are qualitative analysis by Miles & Huberman Model and quantitative data were analyzed using performance importance matrix.
RESULT AND DISCUSSION

The Leader's Commitment in Bureaucracy Transformation
Bappeda of Langkat regency has done the renewal through changes in the structure of the bureaucracy, improving the quality of human resources and also incentives. The renewal of bureaucracy requires strong commitment and consistent leadership and high level of sensitivity to changes. The results of the questionnaire explained that the commitment of leaders of Bappeda of Langkat Regency based on several indicators such as; leaders desire to follow every activity together, the willingness to accept criticism from subordinates, the willingness to accept new ideas from subordinates, willingness to give confidence to subordinates, directives conformity with consistent behavior is all good. But the discovery of the field, the commitment of leaders in Bappeda Langkat in the transformation of the bureaucracy needs to be improved because it is still minimal. It can be seen from the dimensions;
The Structure of Organization
Organizational structure in Bappeda of Langkat was reformed in 2008 with a minimal pattern that consists of Chief of the Bappeda, Secretariat, Physical and Infrastructure Division, the Economy and Investment Division, and Research Division. The organizational structure in Bappeda Langkat has been in accordance with the basic tasks and functions of the Bappeda Langkat. The new structure is organised so that the rich functionality in a sense though minimal pattern are expected to adhere to the structure can carry out its functions especially in planning and development control area of Langkat. The duties and functions of any organizational structure has been implemented but could not provide effective results because the infrastructure is still lacking support. As for mapping territory (the making of maps and topographical photos) need a tool, but the tool that does not yet exist, so the work is less effective and the results obtained are less optimal. Some reveals that:
A. An important indicator in the execution of duties Bappeda is the ability to use the appropriate budgetary resources planning and overview of predetermined requirements as well as the capability and capacity of institutions to manage the service. Based on the respondents found that in the process of execution of the duties of each organizational unit Bappeda capable of using the budgetary resources according to the plan and an overview of the needs that have been arranged previously. The results also showed absorption of the budget or the use of the budget of each unit of work well (11% very good answer and 78.60% answered either on the absorption of the budget in order of priority the achievement of objectives). This means that the use of the budget has also been in accordance with the requirements in the perception of the respondent. These conditions should give a description of the achievement of the activities and work programs are good also. However, in implementation turned out to the use of a larger budget for indirect costs (70-75%) while for direct costs that only 30-25%. ideally the most budget managed for the public welfare and communiy development. According to Dwiyanto (2008) : "One that needs to be considered by Bappeda in managing the budget is planning to formulate accountability. Bappeda as bureaucratic institutions of government that has the main duties to make policy must make the interests and needs of the public as the main reference in the budget planning process and development. Bappeda should understand the needs of the community and stakeholders as well as making him the center of attention and the underlying value of the policy-making process and substance. For that Bappeda in making budget plans and regional development must be willing to involve communities and stakeholders, as well as responding to their aspirations. In this way, Bappeda will always be motivated to increase accountability". B. Respondents explained that the structure has been given the ability and excellent willingness and if observed in a cross, the education level of employees in Bappeda Langkat that the majority of employees are college graduates. This is an overview of the capabilities and the ability Bappeda Langkat institutionally in managing services performed within their needs properly. But judging from the consistency of the implementation of the service found that in terms of the implementation of the institutional service Bappeda Langkat still a good consistency. This information is shown on the large number of respondents replied almost in a balanced answer for good and less good where there are 45.70% of respondents chose the answer is less good. In-depth research describes turns of the above related to performance evaluation. Performance evaluation not yet in the sense of a comprehensive and have not adapted to the main function of the Bappeda, create policy. Evaluation is only carried out at the administrative stage in the narrow sense that it just in the process of correspondence, working procedures and abide by the rules, but have not touched on the final result in comprehensive way. C. Bappeda Langkat has had a key performance indicator of the presence of Spatial Planning, Plan for Special Economic Zones followed by the development plan that includes the Medium Term Development Plan and the Regional Development Plan. Spatial Planning regions in District Langkat has been made in accordance with the topography, but propriety in realizing key performance indicators is still unsatisfactory (57.4% of respondents answered less well in the propriety realizing key performance indicators). This is because the spatial plan has not been followed in accordance with the development planning geography. Ideally, development planning is based on the concept of regional planning on the different spaces of different activities (different development) in accordance with topography (Rustiadi, 2010) . D. Changes in the structure of the bureaucracy has not been followed by a good organization culture. Bureaucratic structure that has been updated in accordance with the organization's needs not necessarily be implemented properly if it is not accompanied by good organizational culture. The success of the organizational structure not only on the clarity of duties and responsibilities and work flow of each section / field but also strongly supported the organization's culture better and stronger. Organizational culture are a number of important insights, like norms, values, attitudes, and beliefs, which is jointly owned member of the organization (Stoner, Freeman and Gilbert JR, 1996) .
Glance at Bappeda Langkat's organizational culture has been pretty good, there is cooperation between fellow workers in one section (field), between employees interlocking between superiors and subordinates. But the reality shows in Bappeda Langkat's organizational culture still has the disadvantage of no less than pleasant working atmosphere as undervaluation management (direct supervisor) and low morale. This is due, first, the age factor between management and staff, which led younger age of its members, so members are less likely to appreciate the leadership. Second, a change in attitude, especially of employees who changed status from staff salaries to civil servants (PNS) which supporting employees (outsourcing) who have been appointed as public servants decreased morale in their duties. Thirdly, there is a non-job staff that transferred from other departments where staff were transferred suffered demotion (does not have a position) or non-job. The position of non -job impact on the behavior of the staff concerned the lack of discipline, morale is low, less concerned about the job. Another weakness in the organizational culture of Bappeda Langkat looks of values that apply in the application of labor discipline that only a morning rally discipline, promotions and transfers are not based on performance, incentives unfair, less worthy and not openly.
Human
Resources (HR) Quality Improvement.
Improving the quality of human resources for staff has been conducted and in accordance with the field of work, such as training for the staff of research division has benefited to the staff that they can apply the results of training on the job as making a research proposal. However the education and training of staff are not able to be followed by all of the staff because there are restrictions such as restrictions on the number of staff that can follow only one or two people, time to keep training and education are also limited to only 2 or 3 days.
However, Efforts to improve the quality of human resources for staff is still not shown good results. Based on the answers of the respondents found the ability of employees in critiquing and tendency to be transparent is still unfavorable (52.40% answered less good). Likewise, disciplined awareness is still at 51% answered less good. Work discipline is only measured on the timeliness attend morning assembly, yet refers to the process of the implementation of the actual work in order to correlate against performance. Whereas the health and physical fitness has been good (supported by 78.60% of respondents), as well as the indicator of religious obedience and worship showed that 83.30% responds well. However, physical health and spiritual level both on employees Bappeda Langkat not correlate with the ability to achieve the performance indicator. This is because there has been no evaluation of the results of education and training and behavior patterns minsdset governance still dominated by the old rigid and no longer compatible with the demands of the development to be carried Bappeda. Human Resource development efforts should ideally be evaluated whether already can improve their knowledge and skills. Knowledge and skills that will either encourage morale and lead to job satisfaction. However, the answers of respondents regarding the morale is still less good (52.90% said morale is less good).
Education and training in order to update the knowledge and skills that are expected to renew the work behavior should not be limited in number. All employees have the opportunity to develop quality in accordance with the needs and work field respectively. Leaders have the authority to determine effective education and training for employees, with the education and training plan, design and evaluate, not dependent on external demand. In accordance with the opinion of Mathis and Jackson (2006; 309) strategic training can be implemented effectively through a four-stage process, namely: 1. assessment, 2. design, 3. delivery, 4. evaluation of training.
Training needs analysis and the development of an assessment of knowledge and skills employees need today and in the future. Then based on performance appraisal is known who is in need of education and training and training/ education what is required of employees. Once established training and development needs and who need training and development then training and development activities designed. Implementation of educational activities associated with the design and then there is an evaluation. The success of education and training is not only seen on the output (number of staff have the education or training) but also its outcome, namely changes in knowledge, skills and changes in attitudes and behaviors in the work. The next leader must reward pegawaai who have been successful education and training in order to motivate employees to perform better. Mulyana Research (2005; 42) describes the necessary commitment of leaders for immediate repair of the factors that power work motivation (external motivation).
Incentive Systems
The incentive system is any form of remuneration and also an extra motivation for achievement that exceed the standards that have been set and approved together. Incentives as motivation can be provided in the form of money and promotion were given as a reward for performance that exceeds the standards. Incentives thus made after an objective performance assessment.
Incentives in Bappeda Langkat follow the rules of the system of incentives that apply nationally. Incentives in the workplace Bappeda Langkat is not different from other work units in other areas. However as the autonomous region, granting incentives adapted to the abilities of each region. Incentives on direct salary given is based on consideration of class/grade and position (echelon). Incentives in the form of salary is not based on performance appraisal of each staff, so that all staff have the same grade earn the same salary great though the performance is different. Besides the fixed salary there is incentive that given for supplement called Improvements Income Allowance, which amount is given based positions structural and also based on the amount of attendance to follow morning assembly, if the staff do not meet the schedule for morning assembly in accordance with the provisions of the incentive will be cut.
Results of respondents descriptively explained that the embodiment incentives for employees in the Office of the Bappeda Langkat still less good. This is demonstrated by several indicators, among others; suitability indicators of granting incentives with the needs of the job is still less good (55.20% answered less good). Indicator of fairness in the realization of the incentive is considered less good (50% answered less good), as well as the feasibility of providing incentives is still not worth (54.80% answered less worthy) and information transparency in the granting of incentives is also considered unfavorable (55.2% answered less good). Incentives do not always involve a nominal amount of money gained by the employee but also must be applied equally to all employees so as to create a conducive working environment. Implementation of incentives also requires clear disclosure of information among employees of Bappeda Langkat.
Providing incentives to improve employee motivation at Bappeda langkat also does not vary and is not associated with the needs of employees. Incentives as remuneration for the provision of performance and also rewards (promotion) in order to increase motivation to work should be done in a varied and associated the person receiving the incentives. Such as the desire of the research part able to get the order they were sent for education to the S2 level. Promotion staff as a tribute is still less objective. Promotion as the award is not based on rating performance, but more priority to employee loyalty and because there is a "factor x". Loyalty is also not clearly defined. As the above findings that the evaluation of the performance is still limited to an evaluation of procedures and correspondence in the strict sense, there has been no clear assessment of performance and measurable results that must be done first in Bappeda langkat. Providing incentives for fair, equitable and open to be correlated with a good work culture. According Dwiyanto (2008) ; Eko Prasojo also stressed that '' the leader's role is huge in bureaucratic change. Bureaucracy will not be possible to make changes to itself without the support of the political commitment of leaders, be it of Ministers, Secretary General, Governor, Regent / Mayor. Because the bureaucracy does not have the authority of a political nature. But once get that authority, then the bureaucracy in Indonesia is patron clien relationship will make those changes. "If a good leader, usually the bureaucracy will come good. (Eko Prasojo 2013). Thoha (2009) expressed a need for change and renewal of the state apparatus it depends on the need for a renewal of national leadership. If the national leadership felt the need to make changes definitely change and renewal apparatus will be realized. It needs to be supported by a strategic policy and made a national program with the support of all components of the people, then change and renewal apparatus of state/ government can do.
EFFECTIVENESS OF REGIONAL PLANNING
Effectiveness of regional planning visits of suitability development programs with issues/ problems facing the community process of its formulation is based in deleberatif, by involving the community in the overall development process ranging from problem identification, development programming, budgeting and evaluation and design development programs utilizing the potential of the area both potential human and natural resources and social resources as well as planned in a holistic and integrated.
Based on the documents RPJMD (2014) (2015) (2016) (2017) (2018) (2019) in Chapter IV, various problems faced by the community has been accommodated. RPJMD (2014 RPJMD ( -2019 includes among other issues; problems of infrastructure and spatial planning, land use change, the problems of the economy, employment, SMEs and cooperatives, investment, food quality, agriculture, commerce, industry and cultural tourism, issues of poverty, issues of education, health issues, and environmental problems. With all the problems of society are expected to cover programs/ development activities proposed in the Development Plan actually related to the problems and needs of the community so as to supply of community life.
Due to limited funds programming shows that just relying on the availability of budget. Budget constraints can actually be overcome by utilizing social capital, namely the existence of consensus and the spirit of mutual cooperation which is the local people's habits. Consensus and mutual assistance has been used since time immemorial community to address the issues facing society, and this is a development capital (social capital). Social capital has been shown to play a role in development and that the government should issue a policy to strengthen and develop social capital in order to participate in the development. Sumarto argued (2003) that social capital is the foundation for building a strong civil society and is believed to affect the progress of the economy and the distribution of profits. Research by (2015) also explains that social capital (consensus and mutual assistance) can be used to overcome the problems of farmers in Serdang Bedagai impact on increasing agricultural yields (outputs) and impact on increasing farmers' income. However, based on documents RPJMD langkat (2014) (2015) (2016) (2017) (2018) (2019) and RKPD (2015) there has been no policy of strengthening or development of social capital.
Regional development planning in Langkat less effective than caused due to ineffective use of the budget is also due to the drafting process was not done in a holistic and integrated and not deleberatif and patterns of decision-making in determining the program has not been fully involve the community. The development program as a policy to address various issues in society should be undertaken in a holistic and integrated namely the existence of inter-sectoral coordination and linkages with other sectors see that the development program planned to overcome the various problems are interrelated. Therefore in identifying community problems should be viewed association with other problems that may be related. However, in the implementation process of programming through Musrenbang at the village, sub-district and district level conducted separately were divided into three groups, namely the Field of Physical, Economic Development and Social Culture. Musrenbang with the distribution of these groups certainly can not integrate issues are interrelated, each sector of the view that the program should be prioritized. Here we can see their ego in the preparation of sectoral development plans that result in less effective planning.
Though Musrenbang District involves various elements of society such as; BPD (Village assembly), LPMD (Village Community Empowerment Institution), Youth, PKK (Family Welfare Program), village leaders, traditional leaders, religious leaders and youth leaders. But a final decision in determining the program and budget setting is in the leadership of Bappeda and also on education. Community involvement in the preparation of programs / activities and budgeting for development is certainly only raised the question and participate in diskuisi forum to discuss development programs. The final decision is in the government. Community participation in the development process in Langkat yet fully in the start of a process to identify problems, develop the development program, preparing the development budget, the implementation of development and conducting evaluations. These types of participation by Moyinihan (2003) is a type of partial participation level of representation widespread, involving different interest groups but provided opportunities for participation in the session is limited. This suggests that the process of development planning in the region of decentralization has not been implemented according to the principles of decentralization which is planning to do with community participation in the entire development process from planning, implementation and evaluation.
It is indicating the that the transformation of the bureaucracy, especially in the institution in charge of giving birth public policies should involve full public participation. According to Ilham A. Hamudy governance reform in the region is also influenced by the degree of public participation in the formulation of government policy. This is supported by research conducted Sumarto (2009; 22) which shows that in Kebumen Regency, Bandung, Sumedang Regency, Surakarta, and the town of Pare-Pare, in addition to support for regional heads, governance reform in the region are also affected public participation, political support legislature, bureaucracy, civil society and include academics / ekspertise (in Ilham A.Hamudy, 2010) . Furthermore Sedarmayanti asserts that "the commitment of leaders in the organization that gave birth to the policy should ideally use the" paradigm of public policy "or" public deterministic paradigm ". Said the public is not only used in the sense of "government", but also the state and society, including interest; responsibility, and engage the general public in the whole process of public policy and the country. The paradigm of public policy will bear public policy that is responsive to the principles; participatory, democratic and openness as attitudes and behaviors to accept new ideas, listen and act on criticism and response to community issues, reward innovation and creativity.
CONCLUSION
1) The commitment Bappeda of Langkat leader in the transformation of the bureaucracy in Bappeda langkat is still low/less, it still needs to be strengthened further. It can be seen from the structure of the organization, although the functions of each of the organizational structure has been implemented but not yet able to provide effective results that can be seen from have not been consistent in the implementation of the service. Still less pleasant working environment such as lack of respect for the leadership (direct supervisor). The increasing of Human Resources qualityhas also been made, but still did not give optimal results. The incentive system has also been implemented but information on the incentive system is not open, yet performancebased and not implemented in a fair and reasonable and not based on the risk of the job.
2) The planning for regional development is less effective because not all of the problems faced by the community responded by development programs and there are less funds priority scale, the process is not done deliberative preparation and decision making patterns in determining the program and the budget has not been fully involve the community in the whole process development and not done in a holistic and integrated.
